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ABSTRACT

The liberalization, Privatization and Globalizatiam Indian Economy has evolved more vibrant progries
Industrial Development and Growth with new challesigespecially in more manpower oriented industegen private
sector organizations compete with each other tivefethe business results by handling one of thatrsmnificant and
complex problems of the industry through estabtighproactive industrial relations among employe®s@mployer in the
modern Indian Industrial Society. Industrial praggés not possible without harmonious industriédtiens, co-operation
and co-ordination of employees. It is a practicpmcess where Manufacturer as industry owner, éltadon leaders as
representative of employees, Industry Experts assd@tant and Adviser and Government Machinery ak®lved in
making the industrial policy and amendments frametito time for smooth running of the industriespogviding solution

to the day to day IR issues and industrial disputes

The pro-active industrial relations can be devetbfieough implementation of the corporate goal bhusiness
alignment with the functional goal and strateggréase awareness of the employee about the olgeaivthe company,
who are the customers and their requirements. mtegviention of the integrate HR for top to bottompdoyees and
develop the ownership culture and train to committerkforce as per industry needs so that they abfght with the
competition. Regular dialogue with the Trade Unlaader or Opinion Maker and convince them for restation of
their aims from destructive to constructive apploand style to suit the changing situation. Thiualt and mind-set of
the top management must also require changinglbiieto day fire fighting exercises, more conceiiraaind care of their
employees and families, care customers, care supplcare strategic actions and care to build tleadliness work

environment and organizational culture.
KEYWORDS: Industrial Relations in India: A Conceptual Analysis
INTRODUCTION
* Labour management relations at a manufacturing plsmvell as industry level.
» Group relations between various groups or workmen
e Community relations between industry and the sgciet

The liberalization, privatization, and globalization Indian Economy has evolved more vibrant pregri
Industrial Development and Growth with new challesigespecially in more manpower oriented industegen private
sector organizations compete with each other tivefethe business results by handling one of thetmemnificant and

complex problems of the industry through establighproactive industrial relations among employess @mployer in
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modern Indian industrial society. Industrial praggés not possible without co-operation of empleyanrd harmonious
industrial relations. It is a practice or procedsere industry owner, trade union leaders, induskperts and government
are involved in making the industrial policy andeardments from time to time for smooth running af thdustries by

providing solution to the day to day IR issues amtlistrial disputes.
THE CONCEPT OF INDUSTRIAL RELATIONS

The word ‘Industrial Relations’ consists of two rtex: ‘Industry’ and ‘Relations’. “Industry” denote®
“any manufacturing activity in which an individualr a group of individuals are engaged”. By “relatb means
“the relationships that exist within the industrgtlveen the employer and workmen.” The word indaktrélations
describe the relationship between employees anagemnent which is also known as the relationshipvdet union and

employer directly or indirectly.
Industrial Relations covers the following all belmaw aspects of people at work place. Such as:
Nature

It studies the role of workers’ unions and emplsyéederations officials, shop custodians, indastrelations

manager, negotiator, mediator& arbitrator, judgelsioour court, tribunal etc.
Establishment

It consists of government, employers, trade uniongn federations and associations, governmerniebpthbour

courts, tribunals and other organizations whichehdivect or indirect impact on the industrial redas systems.
Process:

It focus on industrial democracy that includestb#ective bargaining, workers’ participation iretinanagement
schemes, disciplinary process, grievance redresaahinery and dispute settlement machinery, unéstructuring, and

others like amendment of existing rules, regulajgolicies, procedures, hearing of labour judimalters etc.
Certain Aspects Included

It is related to employment conditions like wagksurs of works, leave rules, health, and safetgaurgons,
lay-off, dismissals retirements conditions etcwdarelating to such industrial relations activiteesd regulations leading
the labour welfare, social security, the issueatirl to, with workers’ participation in managemeatllective bargaining,

etc.
SCOPE OF INDUSTRIAL RELATIONS

The concept of harmonious industrial relations hagery broad sense. In the thin sense that the ogapl
employee relationship confines itself to the relasihip that emerges out of the day to day assoniati the management
and the labour or union. In wider sense, harmoniodastrial relations include the relationship begéw an employee and
an employer in the course of the smooth runningroindustry which may relate to the areas of qualintrol, marketing,
price fixation and outlook of profits among othefhe scope of industrial relation is relatively wvagich include the

following aspects:

e Collective bargaining
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* Machinery for settlement of industrial disputes
e Standing orders
»  Workers participation in management
» Unfair labour practices
OBJECTIVES OF INDUSTRIAL RELATION SYSTEM

» To protect the interest of labour and managementhbyutmost level of common understanding and geitid-
among all those sections in the industry which ip@dte in the process of optimization of produityivand

efficiency.

e To avoid industrial conflict and develop harmonio&scordial relations, which are significant factor the

efficiency of workers and the industrial developineina country.

e To enhance productivity to a maximum level withlfemployment by reducing the trend of frequency

absenteeism and improve the profits.

» To establish and encourage the growth of an indlistemocracy based on worker partnership in thelirement
of profits and of managerial decisions, so thatviddials may grow to build the benefit of the inthysand the

country as well.

e To minimize the number of strikes, lockouts, agmtat protests, gherao and threatening by providaagsonable

wages and fringe benefits, improved standard @fdiand working conditions.

« To improve the socio and economic conditions ofkecs for the active participation in the developtmainstate

industrial administration and political government.

» Socialization of industries by participating in porate social responsibility activities as manddigdaw in the

creation of the state as welfare state.
NATURE OF INDUSTRIAL RELATIONS SYSTEM

Industrial relations maybe defined as the sum twktahanagement's attitude towards labour and ofabeur to
management's policies and practices. The two paosittake on different issues that affect theirrgdts. But industrial
relations affect not purely between labour and rgansents, i.e., bipartite. The state is also a pgartgdustrial relation. It
often intervenes in labour-management relation®rier to protect the interests of the weaker partyormally the
labour - and seeks to regulate the relations betwadmour and management by enacting labour le@skand requiring

the management to comply with those regulationsréfore, industrial relations are tripartite.
CHARACTERISTICS OF INDUSTRIAL RELATIONS

Industrial relations in India, over years, havelwaegf certain distinct characteristics.
Dominance of Tripartitism

Ever since the Indian Labour Conference and theliSgr_abour Committee were introduced in 1941-A&re
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since labour was put on the concurrent list inltttian Constitution and formed a part of the DinsztPrinciples of the
State Policy, ever since the enactment of regulat@ibour laws to give effect to the protective labgolicy of the

government and ever since the politicization oflérainionism and industrial relations began, théeStas become an
active intervener in industrial relations and a dwnt third party. It is the State that has credtedindustrial relations
machinery — conciliation machinery, the labour ¢tsumdustrial tribunals, and national industridbtinal - to promote

settlements and to determine industrial disputéaviour of the weaker party, the weaker party ofiemg the labour.
Heavy Legalism in Industrial Relations

The state in its anxiety to protect the intereststhe weaker party has enacted a large number ludula
legislations. No nation on this earth has sucha&ose of labour legislations. Besides the reégnfaabour laws, an
undue emphasis on compulsory adjudication bothoiity and practice, the right of every trade untorraise a dispute
and seek the intervention of then industrial relagimachinery, and provision of appeal against @svaf the labour courts
and tribunals coupled with absence of collectivegaiming relationships have resulted in heavy lisgalin industrial

relations.
High Employment Security

The basic approach of labour legislations has bleerprotection of workers' interests. Hence, theyvide full
protection to workmen leading to criticisms. Sedgnthe Courts and tribunals have adopted a libapproach to labour
problems with a view to delivering social justicEhirdly, the government policy has been not to weaavoluntary

unemployment in the country. The compound effelbthese has been high employment security tavitrkmen.
Late Emergence and Development of Collective Bargaing

Industrial relations are primarily bipartite. It lisft to labour and management to develop theati@hships the
way they desire. This bipartite relationship isedetined, shaped and given a direction through ciblie bargaining.
Collective bargaining has been a democratic bigardiecision-making process in industry. It is akamethod of
management and industrial government. It is a @®0oé negotiations between management and woram®sentatives
on Issues and problems of mutual interest and conegh a view to reaching an agreement which hélpth to define
and redefine their relations and ensure indugtgalce and harmony.

MAJOR FACTORS IN THE IR SYSTEM
Three main parties are directly involved in Indiadtrelation systems.
Employers

Employers have certain rights towards their empdsyand they have the right to hire and fire. Mansge can
also affect workers’ interests by exercising théght to relocate, close, merge the factory andntooduce requisite

modern technological changes.
Employees

Workers intend to improve the terms and conditiofigsheir employment. They exchange their views with

management and raise their grievances. They alst Wwashare decision making powers of managemeirk&vs
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generally create unity to form unions against ttagement and get support from these unions.
Government

The central and state government of country peesaad regulates their activity towards harmoniawakistrial
relations through various laws, rules, mutual agre®s, and awards of court. It also includes thadies and labour and

tribunal courts.

Employers Employers
Employees Industrial Relations |[¢«———|  Trade Unions
(i \
Government Court & Tribunals
Figure 1

Sourcehttp://www.naukrihub.com/industrialrelations/indual-relation-system.html
DIMENSIONS OF INDUSTRIAL RELATIONS
Patil (1992) in his Research study on “INDUSTRIAERATIONS IN INDIA” found out that:

» Industrial relations may exist between individu@le. between the worker and his employer) and thay be
collective, between a group of workers and an iiddi@l manager, between a group of workers in diffier

enterprises and managers in those enterprises.

e Industrial relations vary on a scale of degree mfanization. At one extreme relation may be persamal
informal, while at the other they may be highlystitutionalized, and perhaps embodied in legallgspribed
structures and procedures.

» Collective industrial relations tend to be moreaiged than individual industrial relations but grepisodes of
informal group relationships are also significaas (in certain spontaneous work' stoppages). Howeker
historical trend has been that as an economy oietyobecomes increasingly industrialized the orgedi

relationship; replace the informal individual rédais and the scope of collective bargaining goewidening.

e Industrial relations occur in units with boundaridsmt are observable although varying in the degrke

permeability - the work group, the plant, the epitisie, the industry, the region, and the nation.
INDUSTRIAL RELATIONS ENVIRONMENT

Patil on his Research study in the year 1992 “Itrtalgelations in India” mentions that Industrialations are

influenced by the environment - technological, enuit, business, the social, political and legal.

The technological environment refers to the produacsystem or the manufacturing process- It diffeosn one

industry to another and one enterprise/ plant titeer. The technology of the plant determines élheur force to be hired.
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The labour force in a textile mill, coal mine oaptations is different from the labour force enghgean engineering or
electronic industry.

The economic and business environment varies aicgptd the changes in the national and global eogno
These changes have a significant influence on induselations in an enterprise that depends onldvmarket for its
business. General change in the economic envirohsech as inflation or recession, affects the #dai relations at the

micro level frequent demands by workers for wagedase and additional benefits, etc., resultingdrk stoppages.

The Social environment consists of the profileshef workers, the social attitudes, work norms aondkvand the
society. Thus an educated and better trained lafooce with positive attitudes to work and beliefiorms socialized in a
society where work ethic is an inherent qualityifef, and a labour force that is innovative, creatand democratic in its
work life will certainly be conducive to good lalremanagement relations extending their cooperdtiomanagement in

its endeavours to improve productivity.

The Political environment refers to political idegles and systems prevailing at a given point metand the
political affiliations particularly of labour. Inddrial relations in a democratic political systewn different from those in a
socialist/communist system. In democratic sociefiedustrial relations are bipartite and voluntargdathe state

intervention is exceptional.
INDIA LABOUR POLICY

Labour Policy in India has been developing basedhenspecific needs of the contemporary situatmritt
requirements of planned economic development armialsqustice. It has two fold objectives, namely intaining

industrial peace and promoting the welfare of labdhe following aspects are highlights of Labooti&/
CONTEMPORARY JUDICIAL APPROACH TOWARDS INDUSTRIAL R ELATIONS

One of challenge of industrial peace and harmonypyadepends on the industrial discipline of waikén any
industry. The rude, immature and indiscipline bétaw of workers at the workplace create the loscaifidence in
employees and it also impacts on the conscienteeofivilised society. The judicial ideology hasisesly taken note of
such contaminated industrial environment and it baen decided that such indiscipline cannot beratdd in the

institutional culture.
SILENT FEATURES OF SMOOTH INDUSTRIAL RELATIONS

In the context of present scenario, there is a ieathange pro-worker labour legislations to copewith the
global changing market condition especially IndastDispute Act, Factory Act, Contract Labour ActdaTrade Unions

Act. The following points are suggested for be®esmooth/ harmonious Industrial Relations in Ingtiduture.
e Anintegrated Labour relations Act (i.e. | D Actdiii.U. Act combined together) may be passed out.

* | D Act should be renamed as Employee Relations wWith necessary amendments to reduce the industrial

disputes.
» Collective bargaining and bi-partite settlementidtide incorporated in the said Act.

e In the organized sector, 10% of employees or 10Gchever is less should be made compulsory for the
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Registration of trade union.
« Union membership is Mandatory with one union thto@heck-Off System.

* Recognition of trade union should be incorporatethe Act based on the majority through secrehaHor five

years at a time.

* In the over matters connected with the said Acthituld be settled through Labour Court / Tribuemakthe case

may be. No civil court should have jurisdictiontims regard.

* In the public utility industries, Strikes and loeke should be prohibited. Appropriate grievanceessial system

should be incorporated.
» Lay-offs, Closures and retrenchment, Govt. Permisshould be obtained.
» Retrenchment compensation should be reviewed amaheed.
SIGNIFICANT BENEFITS OF HARMONIOUS INDUSTRIAL RELAT IONS

The following key elements of industrial relatiogissure the healthy, cordial and harmonious indalgteiations

in business units. Such as

* Nonstop Production— The major advantage of harmonious industriati@hs is the continuity of production
which comes from the un- interrupted manufactuidpgrations by industrial grievance and disputdielps in

providing the continuous of jobs workers to manager

e Minimizing Industrial Grievance and Disputes — The healthy, cordial & harmonious industrialatans

minimize the industrial grievances and disputesnttourages the co-operation and enhances theginotu

« Build High Confidence Levels —It improves the confidence of the employees angleyers in day to day
business operations. Employees work with a sengasgion and ownership culture that the interesingfloyer

and employees is one and the same, i.e. to incpradectivity.

» Psychological Uprising— another one objective of industrial relatioraisomplete psychological revolution of
employees and employers. The industrial harmonypeolaid down in the mind-set of both employees and
employer. It is the business of leadership in déffe level of workers, employees and Governmembaée out a

new relationship in a spirit of true democraticteys.

* Reduced Wastage of Materials The good and harmonious Industrial Relationsraaintained on the basis of
collaboration and appreciation of each other. It Welp in increasing production as well as produtt So

wastages of man powers, material and machine®dueed to the minimum to minimum.
PRO-ACTIVE INDUSTRIAL RELATIONS
Keeping in view of the above, the following fiveipts are suggested for pro-active industrial refzi

* The corporate goal and business ought to be limk#dthe functional goal and strategy. Every emplynust be

aware of the objectives of the company, who theaaotoers are, and their requirements. HR managers mus
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acquaint the employees from the shop floor levébppmanagement with this essential information.

The HRM strategy must ensure that the Shop-floboua is in a position to implement the decisiorietat the

top. This needs integrated HRD intervention for tmpottom employees.

To fight with the competition, the industry needsrenitted workforce. The major bottleneck of comn@trhto
work is India’s labour laws. Labour being a subjecConcurrent List’ of the constitution of IndiBoth central
and state governments have a say in labour leigislaNowhere in the world this Alice-in-Wonderlatabic

being pursued as in India. The situation, therefoaéls for a reform in labour laws.

Agitation-Bargain-Confront-Demand oriented tradeonism has limited relevance in our country. Théons

will have to re-orient their aims, approach andesty suit the changing situation.

The attitude and mind-set of the top management ailss change. Instead of conducting day to da&yffighting
exercises, they should care employees, care custpiwere suppliers, care strategic actions and toatmuild

organizational culture.
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